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PREFACE

The second annual conference of the North East Association for In-
stitutional Research took place November 6 through 8, 1975, at the
Sheraton Park Plaza Hotel, New Haven, Connecticut. Over sixty indi-
viduals from New England, New York, New Jersey, Pennsylvania and
Maryland came together to discuss the theme: "Coping in the 70's".
The program in great measure drew from the work of Elliot I. Mininberg
who had called for the papers and had made program arrangements.

A training session was held on Thursday afternoon, the 6th, with
a keynote address at dinner that evening by Dr. Stephen Dresch,
Director of the Institute for Social Policies, Yale University. Con-—
tributed papers followed throughout Friday and again on Saturday
morning._

We are grateful to the various speakers for supplying us with
copies of their papers, tables, and figures.

We also want to thank Linda Serrell, Lois Hill, and Alexis Chapin
for assisting us in preparing this report of the meeting as well as to
acknowledge the assistance of Amherst College, Hampshire College, and

the University of Massachusetts, Amherst.

April, 1976 Robert F. Grose, Amherst College
Daniel L. Kegan, Hampshire College
NEAIR Co-Chairpersons for Publications
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PERSPECTIVES ON PRIORITY ISSUES FOR
INSTITUTIONAL RESEARCH

Richard C. Heck
Colgate University

Since Institutional Researchers are supposed to have (or be able
to find) all fhe answers, I thought I'd take this opportunity and in-
dulge in a little question posing session.

Basically I'm going to ask questions about five (5) areas of
knowledge that I think are important to any Institutional Researchers
(or Planners) at a four year liberal arts college. I ask that those
of you whe aren't from such institutions listen and tell me after-
wards if I should have included any special questions for you. The
five areas are:

Knowing yourself--

1) Many of you have just written resumes—-do you believe them?
Could you sit down and write a real one? How would the real
one compare with the one you've been using? FHow do you plan to
make the real one become the ideal one?

2) What about your style? Have you ever thought how wou might
have appeared to a hidden camera in that last affirmative action
meeting? Is that the way you wanted to be seen? or heard?
What miffs you? What pléases you? Do you work better one-to-
one or in groups? Do you plan your meetings accordingly?

3) Do you take time to relax? Do you take time to make the
people around you relax?

4) Are you using all your capabilities? Have you developed

them yet?



Knowing your job (your position, vour role)--—

1) "That's not my job," are you prepared to say that at the
right time?

2) "Yes, I'1l do it." "I don't have the time." "It can't be
done." Do you know when to use these words?

3) You have no choice? You do what yvou're told? Do you like
it that way? 1If so, is it good for the college? If not, do

you know how to change the situation?

4) Have you analyzed your position on the organizational

chart? Is it right for now? Will it be right in two years? in
four?

5) Have you analyzed your position on the informal organizational
chart? Do you know what the Education Department thinks of

your operation? Do you care?

6) Where do you go for the answers to these questions if you
can't answer them.

Knowing vour institution—

1) Who makes the decisions? Who really makes the decisions?
Wﬁo needs the kind of information you can provide? Who asks for
it? Are they the same people who need it?

2) What is the real power chart (not organization chart) of
your institution? Why do yowr powerful people stay powerful?

Do you want to get involved in the "power structure'-—if not,
how do you avoid it?

3) Could you sit down today and write up a mock President's
staff agenda for next year? Can you do the same thing for

the faculty committees? The student senate? Could you predict
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now what issues the campus newspaper will be editorializing
upon next year or the year after?

4) Where are the resources you need? The annual reports, past
accreditation evaluatiéns, current student data, past student
data, past studies done by ad hoc committees, student workers
temporary clerical help, special grants, etc.?

5) Who else does Institutional Research on your campus even
if they don't call it that? Who else can you enlist to help
do Institutional Research--even if you don't tell them it's
called that?

6) Who are the people to steer away from? Who are the people
to get involved? How (and why) should you distinguish between
them?

7} Who are your Board of Trustees?

Know what's happening outside your institution—

1) What are the next issues your state planning board will
consider? Why will they be studying them?

2) What will issues like accountability, affirmative actiom,
consumerism, vocationalism, and statewide planning mean for
your institution? and your job? What will these issues mean
for the people whom you must supply reports, analyses, and
research?

3) What connection do the following have with your institution
and your job: the Dow Jones, the Chicago Board of Optionms,

New York City default, the next election, the unemployment rate, and
thequality of health-services delivery in your state?

4) TWhat is on the minds of the families of your present and
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future students? How about the employees of your graduates?
5) Who are your Board of Trustees?

Know how to find out what you know, and to identify what it is you

don't know but need to know--and--how to learn what you need to know—-—

1) Have you mapped out a plan for next week? next month? year?
five years? Have you articulated your objectives? Have you
prepared an annual report yet? (for yourself or someone else?)
Are they the game report? Should they be?
2) Why are you here? What will the folder marked "NEAIR
November 6, 1975" mean to you one week after you file it away
next Monday? after one year? after five years?

Now that I've asked all the questions I'd feel free to respond to

any answers you have.




SERVING THE PEOPLE: UNDER-UTILIZED
CLIENTS FOR INSTITUTIONAL RESEARCH*

Daniel L. Kegan
Hampshire College

Much of the discussion of Institutional Research (TR) focuses on
top management as the client for IR. There are several reasons for
this. One is the necessity for top management support if IR is to
survive in these times of retrenchment. Another is that top manage-—
ment are effective clients-—they often know what information they
want and need, and often know how to use the services of IR offices
and people. But there are other potential clieﬁts for IR. The college
(or university) campus is composed of many constituencies and groups:
faculty, students, residence staff, experimental academic programs,
secretaries, transfer students, and many more. Although serving top
management is likely to be a dominant function for many IR offices,
my thesis is that the institutional researcher should devote some
of his/her attention and resources to developing and serving other
clients.

Why be concerned with these other, less powerful groups? There
are, of course, theories advocating pluralistic participation in
problem—-solving and decision-making of those who are affected by the
problems and decisions. But beyond such theories, there is an over-

whelming practical reason: much critical data concerning colleges

*Notes for and from a panel discussion, "Individual perspectives on
priority issues for institutional research,” North East Association
for Institutional Research Annual Conference, 6 November 1975.
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cannot validly be obtained without the cooperation of faculty, stu-
dents, and staff.

Further, from the viewpoints of many students and faculty,
there is little reason that they should participate in many traditional
institutional research studies. Unless a potential participant in
a study sees some relatively short-term payoff to him/her, only ac~
quiescence, coercion, or identification with "administrative science"
are likely to impel someone to cooperate.

For some IR studies people need not cooperate and the imstitutional
researcher can stili manipulate the data. Course credit hours, faculty
grade point averages, class standing, teﬁure, and the like are all
publicly available data. Such studies of administratively generated
data serve important functions for management and the well-being of
the college. But other questions demand active participation and
cooperation:

More proximal measures of what and how students learn;

What educational resources students find useful and which dif-
ficult to obtain;

Indicators of the quality of student life:

Real estimates of how faculty spend their working time and how

things might be changed to lessen faculty overload while re-

maining responsible to student education and financial realities.

Such attention to multiple clients will necessitate some com-
promise with institutional research priorities and tasks. But, as a
friend of mine (Daniel Shurman) is wont to say, if you must compromise,
compromise up! Added comcern with the more immediate concerns of

faculty and students can support the desire of many institutional re-

searchers to incorporate more than surrogate indices in their analyses.

6



More attention now needs to be paid to the educational outcomes
our colleges produce. We have developed sophisticated ways of measuring
and describing educational costs, but our work with outcomes or bene-
fits is underdeveloped. 1In these times of hard choices, we need both
cost (input) and benefit (outcome) data to validly assess worth.

We need to establish a system of regular longitudinal surveys of
campus life. An institutional commitment to longitudinal institutional
research yields several benefits. First, in the spirit of Don Campbell,
such a system permits better evaluation of the many administrative ex-
periments which are of necessity ongoing at any college.

Second, such longitudinal surveys permit what I'm fond of calliing
"post hoc, a priori" evaluations. Often in the life of any institu-
tional researcher or evaluator he/she is approached by a group wishing
an evaluation of a program already begun. Longitudinal data om cri-
terion variables the researcher knows to be important for evaluation
and decision-making can permit the rendering implausible of many rival
hypotheses which grow among college evaluation efforts.

Third, students and faculty can become an additional resource for
the institutional researcher. They can produce their own evaluative
studies, yet gain greater explanatory power by linking their questions
with the ongoing representative data of the longitudinal survey.

Many students conduct small studies of aspects of the college for
class or thesis projects. Devoting a small amount of time to liaison
with supervising faculty and to consultation with student researchers
can help the IR office broaden its perspectives and studies of the
campus. Further, as students and faculty observe the helpfulness

of IR people and of IR systems such as longitudinal data frameworks,
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IR develops a distributed network of supporters and defenders of em~
pirical research.

There is yeﬁ another reason to devote some IR resources to develop-
ing a faculty and student clientele. Cohen and March describe the
modern college as an organized anarchy, a place where there is not
agreement on its goals and if there were there would still not be
agreement on the means to achieve those goals. Under such conditions
they suggest that institutiomal and personal effectiveness is enhanced
if some effort is devoted toward interesting complexity, toward at-
tractive endeavors that cannot necessarily be justified rationally
but that feel like worthwhile or fun things to try.

In a changing world too rigid a focus on rationally defined goals
and processes may be a liability. Some broader distribution of ac-
tivities around those central themes can provide the variation that
Darwin noted permitted survival and evolution. The general systems
people, among others, have noted that no social system can remain a
high quality, effective one by maximizing one sole objective: opti-
mizing multiple objectives is necessary.

The main client for IR is likely to remain top administration,
and much of the work of institutional researchers is likely to be fur-
ther development of the kinds of work they are now doing, represented
for example in the NCHEMS projects. But devoting some IR resources to
developing a broader set of clients can promote a synergistic effec-
tiveness where all clients benefit. And the institutional researcher
just may feel less a dependent captive of bureaucratic hierarchy and
more an entrepreneuring person more broadly recognized as working to

help all the people of the college.
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A CURMUDGEON"S VIEW OF THE FUTURE OF ACADEME

Stephen P. Dresch
Institute for Demographic and
Economic Studies, Inc.

When George Beatty asked me to present the keynote address to
the second arnual conference of the North East Association for In-
stitutional Research, he assured my assent by noting that the role
required a person of "mational prominence.” On reflection, however,
I did have misgivings, given that prerequisite. Shortly thereafter,
my fears were calmed when my former research assistant called with
news that I had made Harper's magazine. Not having the experience
of a Kissinger or Nixon in coping with publicity, I dashed to the
library and with trembling hands found page 95 of the October issue.
And there, below an ad headed "California Campus for Sale," was my
national prominence, a box which said, simply:

According to a mathematical model developed at Yale, under-

graduate enrollment in the U.S. will shrink by 46 percent

between 1980 and 1990.

Period. It is hard to imagine more anonymous grounds for a claim
of national prominence.

There is a serious point to this anecdote. As it stands, the
quotation is inaccurate, misleading, and poténtially dangerous. Now,
you might think that the contents of the Harper's box is so patently
absurd that no one, not even a state legislator or potential alumni
contributor to the Yale capital campaign, would take it seriously.

I probably would have taken that position before last spring, when
I received a note from W. Lewis Hyde, executive director of the

Connecticut Conference of Independent Colleges, which asked only,
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"Are you quoted correctly?” On the attached page two of the President's

Report in Response to the Governor's Request on Reducing the Scope of

the University of Wisconsin System were four projections of University

of Wiscongin enrollment, one of which stood out by reason of its
precipitous decline, labeled, of course, "Dresch Effect.” And in
this case, while the projections were "in the spirit of the thesis
advanced by $.P. Dresch," 1 have no idea how the actual numbers

were derived. While he was hopefully deluded, a somewhat disturbed
friend at the University of Wisconsin even blamed my influence for
shifting the Governmor's focus from a short-term budgetary contraction
to a long-term contraction of the system.

Enough for the soul-searching of a "defunct" economist turned
social demographer. Even if, in fifteen years, my more popularly-
cited anticipations of the future render me definitively defunct,
the fundamental concern which motivated them will still stand. That
concern is the effectiveness and vitality of higher education—-or
more grandiously,but descriptively, of the scholarly enterprise-—in
a period in which we can rest assured, if nothing else, that the
future will not be like the past.

First, I would like to explore the essential feature which will
differentiate the intermediate future from the recent past. Most
succinctly stated, the distinction is between an era of growth and
an era of stability or contraction. While this change in circumstances
will have pervasive social implications, its consequences for higher
education will be particularly significant.

Ag T have indicated in the current (Autumm 1973) issue of the

AAUP Bulletin, between 1929 and 1948, although the college-educated
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proportion of the labor force increased from 5.2% to 6.7%, on average

the college educated constituted the same proportion of employment

within industries in both years. And while the college educated in-
creased even more dramatically to 12.9% of the labor force in 1969,
roughly 60% of this change can also be expléined by inter-industry
shifts in employment. In short, the period since the 1920's,

and especially since World War II, has been ome of remarkable change
in economic structure, and this change has been one which necessi-
tated significant increases in educational attainments.

However, this was also a period in which the demographic en-
vironment was least conducive to major changes in adult educational
attainments. The rate of increase of the college-age population
slowed dramatically in the 1930's and actually became negative between
1940 and 1960.

In juxtaposition, these two phenomena, rapid economic change
and a contracting college-age cohort, served to create a persistent
excess demand for highly educated labor, an excess demand character<
ized by, first, high and Sustained pecuniary rewards to college
lével educational attainments, and second, rapid increases in the
rate of college attendance and completion.

Economists (and educators) who failed to consider these sources
of change in college attendance necessarily failed to see the impli-
cations of the war and post-war increase in births, which over the
very short period 1958 to 1964 served to double the population of
eighteen year olds. Because the excess demand persisted (since

these inflated cohorts would begin to enter the labor force only in
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the late 1960's and early 1970's), rates of college attendance con-
tinued to increase. When these swollen and highly educated cohorts
did finally hit the streets, it would not take long to convert a
situation of excess demand into ome of excess supply. And just as the
incentives for college entrance and completion would evaporate, the
size of the college-age cohort would also comtract (by almost 13%
between 1980 and 1990) as a result of the post-1960 declines in
fertility.

It is on these interacting demographic and economic developments,
past and future, that I base my anticipations of substantial, if not
46%, enrollment declines after 1980. Now, I should indicate that
there are two possible means by which these declines may be avoided,
or at least deferred, especialiy if these two courses of action are
pursued simultaneously and with sufficient vigor.

One is the perpetuation and, if possible, even the further ela-
boration of incompetent national ecomomic policies. One of the major
costs facing a young person deciding whether or not to stay in high
school, enter college or persist in college to graduation is the
earnings loss entailed by the choice of further education. And nothing
more effectively reduces the cost of education than depriving young
people of opportunities for employment. Even on the assumption that
an average recent high school graduate, working full time, could
earn only $5,000, an increase in the probability of unemployment
from 107 to 20% is equivaleﬁt with respect to the absolute costs of
education to giving that individual a $500 scholarship; Without
being terribly reckless, current economic policies are probably con~

ferring average "benefits" to students on the order of $500 to
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$1,000 per year.

The impact of this off-the-budget, unlegislated Administration
program of support for education is clearly reflected in recent dra-
matic increases in rates of high school completion and of college
entry and retention. It should also be noted that the "desirability"
of this scheme is greatly enhanced by the fact that it is need~
based: the children of the poor, who face higher rates of unemploy-
ment than the children of the affluent, receive greater "benefits"
from this program of implicit stipends.

Thus, the prescription for the vested interests of higher edu~-
cation is "advocate higher unemployment.” And while this prescription
may seem absurd, the signals emanating from One Dupont Circle (the
national headquarters of the higher education cartel) suggest it
is being followed. Increasingly, we hear about the "non-productiveness"
of work, the negative wvalue of the products of work (cars which
clog streets and pollute the air, spray-cans which destroy the ozone
layer, ad infinitum), and the appeal that, because of its value in
and of itself, education should be considered at least as worthy as
work and compensated accordingly.

The other, related technique for maintaining enrollments has
just been suggested. That is, increase direct subsidies to education:
Achieve and maintain zero tuition, provide higher and higher stipends
to students, contingent on their being in school. Obviously, this
is superior to indirect stipends through unemployment, since in tﬁe
unemployment case, potential students are at least given some free-
dom of choice, to while away their hours on street corners or on a

beach rather than in a college classroom. With direct subsidies, we
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can deprive them even of that limited cheoice.

A combination of the two techniques should constitute a guaran-
tee of a bright future. I dwell on these possibilities because you,
as members of the general staff of the higher education establish-
ment, as courtiers of the princes of academe, will be called upon
to contribute to the coming campaign. The princes will provide
the Churchillian (or perhaps I should say, Brewsterian) rhetoric of
principle, you the aura of practical intelligence. 4And, as would
the general staffs and courtiers of General Motors or Gulf 0il, with
complete honesty and integrity, with no intention to deceive, with
full faith in the righteousness of your cause, you probably will
make your comtribution, in two primary forms.

One derives from what I perceive to be the traditional role of
institutional research, perhaps more accurately characterized as
pedagogical research and concerned with evaluating alternative modes
of imstruction (e.g., televised versus classroom instruction),
predicting the performance of entrants and thus advising admissions
policy, etc. The function here will be to demomstrate that higherx
education is effective: that it can compensate for inadequate
elementary and secondary preparation, that marginal students (marginal
especially with respect to their desire to be in attendance), bribed
into the classroom, can perform adequately on standardized tests in,
e.g., biology or medieval history, in short that virtually anyone
brought through the portals of academe can be converted into a solid
middle-class accountant or high school teacher.

You will have to contend that higher education can succeed as
holder in due course of all prior failures of social policy: the
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failure to achieve a just distribution of income, the failure to
maintain anything approximating full employment, the failure to pro-
vide even barely adequate educational competencies at the pre-college
level. And here, perhaps, will be higher education's strongest suit,
capitalizing on whatever residual guilt survives of the 1960's
social conscience.

But there you will probably stop. You will not be asked to ex~
plore what happens when this would-be high school teacher or accoun-.
tant is regurgitated by the academic processor inte a labor market
in which the accountant becomes the clerk, the teacher a salesman of
office furmiture, in which his expectations, based on the experiences
of his 1960's predecessors, clash starkly with the realities of an
educated labor market strangled by the clot of highly educated,
slowly aging prodigies of the post-war baby-boom, a clot which will
begin to be mercifully eliminated by death and the infirmities of
age only after the turn of the century.

You will not be asked to explore what these beneficiaries would
have done with the subsidies squandered by unemployment or constrained
to education. Will they feel that they would be better off had they
been given the choice of work or of other types of preparation for
adult life?

And finally, you will not be asked to consider the consequences
for those whom, even under‘theAnew regime, will be excluded from
this pseudo-egalitarian enterprise. I will not attempt to compete
with the state of this issue offered by Harry G. Johmson of the
University of Chicago and the London School of Economics and Political

Science:
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(it) is, I think, wrong to concede an argument for providing
educational subsidies to the children of poor parents. By
the time they get to the stage of university admissiom, they
are probably already out of the poverty or deplorably un-
equal class. If poverty or inequality is considered a prob-
lem, one should recognize that the poorest among us, and the
one most deserving of help from his fellow men, is the one
whom nature forgot to endow with brains-~-and that the way to
make it up to him is not to exclude him from school and tax
him to pay part of the cost of educating his intellectually
well-endowed and no-longer—poor peer group among the children
of poor parents, but to give him money in lieu of the brains
he lacks. Superior intelligence or skill is undoubtedly

more economically useful than the absence of it, but dis-

criminating in favor of it by fiscal subsidization will not

necessarily produce a more democratic and poverty-free or
egalitarian society.

Now, to change focus somewhat, the second contribution to the
‘cause which you will be asked to make will be to demonstrate not only
that higher education is educationally effective but also that it is
"efficient™ in the somewhat peculiar terms of the administrative
scientist. And this function will become progressively more im-
portant as the general strategy of maintaining enrollments begins
to fail, that is, as colleges and universities are truly required
to cope for their lives and as the princes of the establishment,
unable to deal with the uncertainties surrounding them, notwith-
standing their rhetoric, substitute mangerial hand-waving for judgment
when they face hard choices and decisions.

And here you can follow in the path of such groups as the
National Center for Higher Education Management Systems and the
National Commission on the Financing of Postsecondary Education.
The National Commission, fortunately, left few legacies. But, it

might be said, those which it did leave seem to be almost entirely

of negative value. In no case is this more true than with respect
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to its contributions to efficiency measurement, unit costing and
the like. Admittedly, the composition of the Commission virtually
assured that it could make no positive contribution of substance.
And an emphasis on efficiency certainly must have seemed imnocent
enough to a group which had to appear at least to reach some sort of
consensus on something. But the consequence has been to unleash a
horde of "cost effectiveness analysts" whose contribution, at best,
will be to obfuscate the forces impinging upon higher education.
Unable to measure, and to incorporate into their simplistic unit
cost, linear programming, and optimal control models, the truly
important variables altering education and its role in society,
these analysts will continue to produce contemporary equivalents of
Ptolemaic epicycles, analytical excesses the irrelevance of which
can be useful only to support preordained conclusions.

The most serious inadequacy of this proliferating fraternity
of cost effectiveness analysts is that in their assessment of
efficiency in production, they have no idea what is being produced,
certainly less relevant ideas than the traditional institutional
researcher. With what kinds of variables are these entrepreneurs
concerned? Credit hours (lower division, upper division, graduate,
degree and non-degree, ad infinifum, refinements of which should
keep them employed to the end of time). Degrees produced (by field,
level, etc.). Retention rates (by type of stﬁdent, field...).
Presumably, if Behemouth Motors and Sundat produce two cars which
are identical in value to the consumer of automobiles, and the second

absorbs only half the real resources (labor, material) of the first,
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we can conclude that Sundat is more efficient. Can we reasonably
make compérable claims about credit hours and degrees?

In economics, one attempts to evaluate something with respect
to its final use, and in the case of education (as well as autos)
this inevitably takes us outside of the plant or production establish-
ment. And to take this step immediately confronts us with an environ-
ment, changes in which inevitably alter the relative effectiveness
of alternative allocations or resources. Thus, the optimal auto-
mobile, taking into account resources absorbed in production and in
use, is not the same in 1975, with gasoline at 60 cents per gallon,
as in 1972, with 30 cents per gallon gasoline. Yet this step of
confronting the environment has been carefully avoided by cost ef-
fectiveness entrepreneurs, and by educators generally. Ignoring the
environment, our discussions enhibit so much faddism. Topic succeeds
topic: d1nstitutional versus student support, support versus non-
support, moral education, traditional versus non-traditiomal educa-
tion, etc. Each topic is addressed in 2 virtual vacuum, with all
pa;ticipants sharing one fundamental but always implicit premise:
that there exists some "right" answer. The only source of disagree-
ment concerns what in fact that right answer.is. In the academic

realm, the reductio ad absurdum of this approach is the suggestion

of a colleague of mine (whom I hope, without much faith, was facetious)
that social scientists concerned with education should design the
"ideal” education system. But ideal for whom? Under what circum-
stances? Given what constraints? Even to raise such questions is

sufficient to indicate the absurdity of this preposterous approach.
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S0 much for the contributions you will be ASKED to make to the
cause of higher education. What contribution should you make? I would
argue that we must accept, but not dictate, the following proposition:

Fnrollment at both the undergraduate and graduate levels will

decline significantly. Given the prospective saturation of all levels

of the highly educated labor market, to attempt to sustain enroll-
ment levels or rates through massive subsidization of either students
or institutions (and both would probably be required) would be highly
inefficient. In a narrow sense, it would be inefficient because
the beneficiaries of the subsidies would be better off if given the
subsidies in cash. 1In a broader sense, a maintenance of enrollment
would be dynamically inefficient: Higher education at all levels
would be devocationalized; shorn of its vocational function, higher
education would lose its c¢ritical role in the transmission and
generation of knowledge. The result would be an invidious inflation
of credentialism and the necessity to create new strata of the educa-
tion system to carry on the limited but important vocational functions
which remain for the sector over the next several decades. In short,
I would argue, we should make it possible for people to choose higher
education, e.g., through provision of an entitlement or wealth
transfer available for both educational and nonfeducational purposes,
but we should not require educational activity as a condition for
receipt of the entitlement. And furthermore we should then expect
enrollment to contract significantly, for both demographic and econo-
mic reasons.

The most fundamental argument for accepting this proposition of

enrollment decline, I would argue, is that higher education is an
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institution which, if it did not exist, would have to be invented.

If we destroy the capacity of the existing system to perform effective-
ly its traditional scholarly and, albeit contracting, vocational
functions, it will be necessary to create a successor, whether that
successor is called the graduate school,; the institute for research

and scholarship or what-have-you. Such a process, I believe, would

be more painful and more costly than preserving the existing system.

But if enrollment declines must be accepted, what will be
the consequences and what can institutional research contribute to
the amelioration of these? A suggestion of the anmswer to the last
question will follow between the lines. Let me simply state here
that its contribution will lie in a more literal pursuit of the sub~
ject its name implies, that is, the examination of the basic imnsti-
tutional character and process of higher education.

A remarkable characteristic of the higher education system as
it has evolved over the past century of sustained growth is its
flexibility, its capacity to respond to changing economic, social
and student demands. This flexibility has been achieved primarily
through what Princeton demographer Norman Ryder characterizes as

"metabolism,” as opposed to "mutation." That is, change has been
accomplished through appropriate channeling of institutions and in-
dividuals coming into the system rather tham through rvechanneling of
those already in the system. This is fundamentally a characteristic
of a system experiencing rapid growth.

Thus, it can be reasonably argued that growth has been the

sine qua non of the effectiveness of the sector. Malleability in

resource allocation has been possible primarily because the sector
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has undergome rapid expansion; growth and decline in particular
areas have in general been relative, not absolute.

This continual process of absolute expansion has been of funda-
mental importance because of its implications for institutional
rigidities. An increasing relative emphasis on, e.g., non-
agricultural sciences would have been much harder to achieve had it
been necessary to reduce absolutely the resources applied to the agri~
cultural sciences. In effect, reallocations within a stable sector
imply "capital losses" for persons in declining areas and at least
temporary "capital gains" for those in expanding areas. Thus, re-
sistance to change would have been much greater had the sector as
a whole not experienced rapid growth.

More fundamentally, the experience of growth has led to insti-
tutional structures which are highly growth dependent for their
dynamic effectiveness. Thus, for example, the institution of tenure
has evolved over more than a century of virtually continuous growth,
over which period redirections of academic activity have never re-
quired contractions in any particular academic field significantly
greater than could be accommodated by normal faculty attrition.
Especially in the confext of the current faculty age profile, in
which the predominance of persons under 40 reflects the rapid rate
of growth in the 1960's, this assumption would probably be violated
event in the face of relative stability in enrollment. Even on the
basis of its overly optimistic enrollment projections, the Carnegie
Commission anticipates an increase in the proportion of faculty over
age 50 from 23% in 1980 to 53% in 2000; correspondingly, the pro-

portion under age 35 is projected to decline from 28% in 1970 to 4%
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in 1990. Under my more pessimistic anticipations, the wrench in
the age distribution toward the upper tail would be even more drastic.
With the relative decline in the share of enrollment accounted
for by the major research universities, a consequence of the rapid
growth of purely "teaching” institutions, a second type of growth de-
pendence arises. While faculty in research institutions, actively
involved in research and scholarship, may be able to avoid the ob-
solescence of knowledge which accompanies aging, in those institutions
less oriented toward or committed to research faculty aging may
imply pervasive faculty obsolescence and a growing lag between
scholaxly and scientific advances, on the one hand, and their incor-—
poration into education, on the other. Over the past twenty-years
of rapid growth, the avoidance of ossification has been achieved by
the high rate of gross inflow of younger, more recently trained
faculty, but this will cease to be true over the next two or three
decades. How can the ossification which would otherwise result be
avoided? I can only make the following suggestions:

1. A significant fraction of all institutions of higher

learning (perhaps 40%) should be permitted to fail or to completely

alter their functions and clientele. This will be a necessary

consequence of enrollment contraction. Again, to attempt to sustain
redundant institutions would be statically and dynamically ineffi-
cient. Static inefficiency is obvious; a smaller number of institutions
will be able to carry on the educational functions of the sector more
effectively and at a lesser resource cost than a larger number.

Dynamically, the rate of faculty attrition can be vastly accelerated

24



by institutional collapse, as large numbers of tenured faculty are
forced to shift into non-academic employment. Thus, the radical aging
of faculties may be partially offset by imstitutional contraction.

2. The radical aging of faculties can be counteracted. The

Carnegie Commission's projections of the faculty age distribution
discussed above assume "no changes from present practices in retire-
ment policies, student-staff ratios, net flows to employment outside
academic institutions, and the like." In féct, many ''present
practices" are changing rapidly. As tenured positions have become
increasingly scarce, net flows out of academe have increased greatly
for younger faculty. Similarly, declining relative faculty earnings
will greatly stimulate the exodus of older faculty. A consideration
of the latter suggests that these developments may be ambiguous in
their effects: If the most outwardly mobile faculty are also the
highest quality and most productive, then changes in practice may

be deliterious. In any event, a number of concrete pelicy actioms,
especially ones which would reduce barriers to migration out of
academe, can serve to stimulate desirable increases in (voluntary or
involuntary) outmobility of faculty: a) Reducing age discrimination
in non-academic employment will facilitate mobility. b) Full and
immediate vesting of pension benefits, already common in academic
institutions, can be made universal (extended especially to public
retirement programs of state institutioms) and can be mandated in
non~academic sectors. ¢) Provision can be mandated for exploratory
non~acadenic employment ior those with tenure, permitting omne or

more yvears in which to "try_out"-alternative careers with provision
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to return without prejudice (simply a generaiizétion of current
sabbatical practice). d) Alternative mechanisms (ombudsmen, external
faculty review committees, etc.) should be explored which would per-
mit the lowering of tenure protection for the unproductive scholar
without sacrificing academic freedom. Other institutional develop-
ments which would encourage outmigration of established faculty

could undoubtedly be imagined, and in almost all cases appropriate
policies could be devised which would facilitaée these developments.

3. Mechanisms for reducing rates of faculty obsolescence can

be devised. Mitigating the upward shift in the faculty age distri-
bution will itself reduce the average degree of faculty obsolescence.
Beyond this, a number of actioms ;an be taken to reduce obsolescence
for remaining faculty. For faculty of non-research institutions,
the development of research-and-retraining leaves can be encouraged.
This would alse generalize the existing sabbatical, but would re-
quire residence at a major university and active participation in
programs of research and education. Because this practice would pro-
vide subsidized, lower eéhelon research labor to the universities,
compensating for the reduéed availability of graduate students, it
should be relatively easy to induce university cooperation. In
effect, this proposal would involve the creation of "mid-career" post-
doctoral fellowships. For faculty of research institutions, active
research involvement should be maintained as a requirement for con-
tinued tenure, and encouragement should be given for frequent, ex-
ternally-funded, research-intensive sabbaticals.

I could continue, but the foregoing indicates, I believe, the

range of institutional issues with which it .is important that you
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begin to grapple. The future effectiveness of higher education in
the performance of its historic functions will depend on the re-

sponses to these emerging exigencies which you and others are able

to devise.
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ANNEX
Unemployment as a Source of Invisible Student Support

As indicated above, a major cost of education consists of earnings
which are foregome when a young person chooses to be in school rather
than in the labor force. These foregone earnings, which constitute
perhaps 50% of the educational costs borme by the student, are effec—
tively reduced when the unemployment rate rises, since the unemploy-
ment rate reflects the probability that the individual, even if he
were to seek work, would be unable to find a job. Thus, foregone
earnings are adequately measured not by the earnings of young people
who do work, but by the product of (a) earnings of those who are
working and (b) the probability of employment (one minus the proba-
bility of unemployment).

As would be expected, increases in the national unemployment
rate over the last six vears, and especially since 1973, are mirrored
in substantial declines in the expected earnings of young people in
the labor force. These declimes in expected earnings constitute in-
creases in what are, in effect, "unemployment scholarships.” Table 1
indicates the absolute magnitudes of these invisible stipends and
changes from 1969 and 1973 to 1975. The basic data on unemployment
rates and earnings are contained in Table 2.

Table 1

Unemployment "Scholarships"

Gross Stipend Increase in Stipend

in 1975 1969-75 1973-75
Male White 51,123 $572 $410
Male Non-White 1,964 756 325
Female White 863 303 320
Female Non-White 2,046 696 -25

Source: Table 2
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Table 2

Earpings and Unemployment Rates of Young Adults

Sept. Unemployment Rates Median Full-
time Earnings

1969 1973 1975 1973
Male White 7.8% 10.1% 15.9% 57,063
Male Non-White 17.1 23.2 27.8
Female White 11.0 10.7 17.0 $5,078
Female Non~White 26.6 40.8 40.3

Sources: September unemployment rates of 18 and 19 year-olds, by age,
sex and race - U. S. Bureau of Labor Statistics, Employment and
Earnings, Table A-3 of October 1969, 1973 and 1975 issues.

Median 1973 incomes of 18 to 24 year-old high schoel graduates (full-
time, full-year workers) —— U. S. Bureau of the Census, Current
Population Reports —- Consumer Income (Series P-60, No. 97), Table 57.

These data suggest that the average white male student now re-
cedves an invisible stipend of $1,100, an increase of $400 since 1973
and of almost $600 over the 1969 award level. Non-white males, re-
ceiving an average of almost $2,000, have benefited from the greatest
increase since 1969-~-over $750--with half of this increase conferred
since 1973.

The greatest invigible award, $2,046, is received by non-white
females. While this represents an increase of $700 since 1969,
minerity women appear to have actually experienced a slight reduction
in benefits since 1973. White females receive the smallest award,
less than $900, but have benefited from an increase of over 50% or
$300 since 1973.

The provisiconal nature of these estimates must be stressed.

Both the magnitudes of the invisible awards and their effects on high
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school and college enrollment will be much more thoroughly ex~

plored in a major study of the impact of labor market conditions and
financial aid on the educational and labor force participation behavior
of young people, a study which has been undertaken by the Institute

for Demographic and Economic Studies for the U.S. Office of Education.
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- « . the ideas of economists and political philosophers, both when
they are right and when they are wrong, are more powerful than is
commonly understood. Indeed the world is ruled by little else.
Practical men, who believe themselves to be quite exempt from any
intellectual influences, are usually the slaves of some defunct
economist. Madmen in authority, who hear wvoices in the air, are
distilling their frenzy from some academic scribbler of a few years
back. I am sure that the power of vested interests is vastly ex~—
aggerated compared with the gradual encroachment of ideas. Not,
indeed, immediately, but after a certain interval; for in the field
of economic and political philosophy there are not many who are
influenced by new theories after they are twenty-five or thirty
years of age, so that the ideas which civil servants and politicians
and even agitators apply to current events are not likely to be the
newest. But, soon or late, it is ideas, not vested interests, which
are dangerous for good or evil.

John Maynard Keynes

The General Theory of

Employment Interest and Money
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THE VALUE OF ANNUAL FACULTY PROFILES IN MODERN COLLEGE MANAGEMENT

Loren Gould
Worcester State College

Annual faculty profiles can be manually developed for small col-
leges with 4,000 or fewer enrollment and with limited or no computer
capability. The same information could be computerized with more po-
tential use to the college but today's discussion will deal omnly with
manually developed faculty profiles. The Office of Institutional
Studies at Worcester State College has developed these profiles for
all faculty only in 1974 and 1975 so the methodology is still im
the development stage and modifications are still suggesting them—
selves including some suggested during the preparation of this
pa@er. The profiles are published once z year with data as of mid-
might December 31st. The first semester ends prior to Christmas
vacation so that years at Worcester State College and years in present
rank are usually half years and occasionally full years. Other frac-
tions may occur in wnusual situations but most will fall into the
typical pattern. These profiles, once they are completed, are sent
to the President, the Academic Dean and to the State College Central
Nffice in Boston. The recipients may distribute the profiles as
they see fit. So far, in the two years of distribution by Worcester
State, they have been used for administrative purposes only at the
three offices to which they were distributed. In time, as longitu-
dinal trends appear, the Office of Institutional Studies envisions
a wider distribution of the profiles with more faculty study of their

implications.
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Methods of Gathering Data

The Business Office of the college maintains a Personnel History
Card on all state employees which yields much of the data used in
the faculty prefiles. Sex, salary, number of years employed at
Worcester State, age and number of years at present rank are all
gleaned from the Personnel History Card. Another source of data is
the job application form found in the individual faculty member's
folder maintained in the Academic Dean's Office. Here one may find
the number of years of professicnal experience prior to Worcester
State College employment. Each college must define "professional
experience” to fit their unique situation. In our case no teaching
assistant or research assistant time is accepted, only full-time
teaching experience. This is now being broadened for two of our new
programs, Nursing and Management. Full-time nursing experience and
full-time business experience at the managerial level are now
counted for members of the respective departments. Colleges must
be flexible and not persist in following rigid definitions but adapt
-to local situations and to ever occurring changes. This information
is gathered from the personnel folders sincerit is supplied by the
prospective employees as part of the basis as to what professional
level and salary they will be offered. Another item of information
found in the personnel felder is the date of receipt of the doctorate
if one is held. This item is again of walue to the prospective em-—
ployee in regard as to what level and salary the candidate will be
offered by the college. Related information that is kept by the

Cffice of Institutional Studies on individual employee cards, is
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the educational history of each employee listing undergraduate and
graduate degrees along with the colleges awarding the degrees and
the years that the degrees were awarded. To keep these cards up-
dated requires good liaison with the office of the Academic Dean
and with the faculty. Each year the Office of Institutional Studies
sends out a questionnaire to all faculty not holding the doctorate to
find out the current status of their advanced graduate work. This
has resulted in many of the faculty keeping the Office of Institu-
tional Studies as well informed as the Academic Dean's office in
regard to doctoral or other advanced degree status. Honorary de-—
grees and CAGS types of certificates are also listed but not other
advanced graduate or post-doctoral work unless it results in a de-
gree or formal certificate. Other offices of Institutional Studies
might want other details of graduate work. Again, the stress is
on flexibility and fitting the form to the needs of the particular
institution.

Another item not included in the Worcester State College 1975
faculty profiles but which will be added to future such profiles,
is veteran status. In Massachusetts, veterans have a very strong
lobby and with current fiscal probiems and the request of the Governor
to have the authority to fire career state employees, the Office of
Institutional Studies has done a separate survey in regard to all
Worcester State College employees and this data will be added to
the faculty profiles beginning in January, 1976. Im our particular
case about twenty-five percent of all our eﬁpioyees are United States
military veterams. This again is the type of information that has

significance for our instituion but may be of no value to your
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institution. Private schools, for example, will probably have no
use for such information while public schools will vary from state
to state as to whether they need such data. Also, the definition of
a veteran will vary from imstitution to institution. In our case
we use a very broad definition which includes those that served
only through the reserves. Anyone with an honorable discharge or
who is presently serving in the reserves will be included on our
lists as a veteran. We even include the widows of veterans since
under state law they have veteran's rights as regards job security.

Some of the required information for the faculty profiles may
have to be secured by personal interviews if the persomnel folder
and the Personnel History Card fail to yield it. The Office of
Institutional Studies may or may not require proof of the various
statements made. In the case of Worcester State College we have
not required proof except for authorized tramscripts to validate
degrees awarded. If, for example, veteran status were to become a
criterion for continued emplovment in the state, the Office of In-
stitutional Studies would require an affidavit or a notarized copy
of discharge, etc. (4mong other things I am a Notary Public of the
State of Massachusetts).

The preceding may sound like a lot of work amd it is but once
the initial collection of data is complete it is relatively simple
to update from year to year. The main thing is to have good relation-
ships with the offices to which changes come. For example, as re-
gards new faculty members, the Office of Institutiomal Studies re—
ceives copies of the monthly Board of Trustee's Minutes which lists

all personnel actions including promotions, terminations and new
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appeointments. This is the basic source of information with details
being available in the Academic Dean's office in regard to new faculty.

The Data Themselves

Faculty are 1isted within academic ranks by salary level as of
the first of the year with the highest salary being number one. In
the sample given you the numerical salary rank replaces the name.
Duplicate salaries are listed alphabetically. An asterisk preceding
the salary rank number indicates that the individual was hired by
Worcester State at the rank now held. Lack of an asterisk means that
the individual has received one or more promotions since the original
hiring date. All instructors have an asterisk and all assistant pro-
fesgors without an asterisk‘were hired as instructors and sﬁbsequently
were promoted. Some offices of institutional studies might wish to
indicate With‘their associaté and full professors as to how many pro-
motions they have had at the college but for our purposes this has
not been necessary. Such information is available on the individual
faculty member's Financial History Card maintained by the Office of
Institutional Studies.

The professor's salary rank number may also be coded ¥, M or FM.
This coding is of use in answering affirmative action questionnaires.
¥ means the employee is female and thus subsets of data regarding
women employees may be developed. The letter M indicates a federally
defined minority person (American Indian, Asian or Pacific Islander,
Black American, Spanish—surnaﬁed American) and here again subsets of
data may be extracted. FM together means, of course, a female minority

person. As is quite evident from the faculty profiles, Worcester State
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College is not presently employing anywhere near the minority em-
ployees it should be and the present freeze on hiring new state em—
ployees is having a decided negative effect. In that same frame of
reference, if there are to be any employee cuts made, the M coding
should alert those involved in such personnel decisions as to the
additional problem that most of our few minority workexrs are of
relatively recent hire and thus seniority rules would reduce the
number of minoxity workers to the point of total invisibility.

Data such as these faculty profiles are useful in summarizing a
college's position in the case of a suit by an employee on the grounds
of racial or sex discrimination. These profiles have been sent to
the Federal Department of Labor office in Boston in partial response
to a suit lodged against the college by one of its female faculty
members. The data méy not be what we would like to see but it is
valid and will help to settle disputes correctly whatever the final
- decision may be.

Another card, the Financial History (Card, is maintained by the
Office of Imstitutional Studies for each employee giving the financial
history of all employees from hiring to the present. Such data is
readily available and after an initial contribution of preparation
time, does not require too much additional effort to keep up-~to-date
since all faculty salary changes appear in the monthly minutes of
the Board of Trustees. Such financial history cards act as supple-
ments to the faculty profiles and are of primary use when discussing
an individual case where details are necessary. An example of such

a card follows:
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Name of Faculty Member Social Security Number Birthdate

Appointed as Imstructor 27 Aug 67 Minority Status Sex

Original Salary $8,673.60 27 Aug 67

Merit 9,042.80 1 Sep 68

Legislative Increase 10,160.80 29 Dec 68

Step Raise 10,506.60 31 Aug 69

Promotion : 11,091.60 30 Aug 70 to Ass't Prof.
Legislative Increase 11,754.60 27 Dec 70

Merit 12,695.80 29 Aug 71

Merit 13,637.00 26 Dec 71

Legislative Increase 14,227.20 26 Dec 71

Merit 15,316.60 31 Dec 72

Legislative Increase 15,821.00 31 Dec 72

Promotion 16,476.20 26 Aug 73 to Assoc. Prof.
Merit 17,745.00 30 Dec 73

Legislative Increase 18,844.80 31 Dec 73

Legislative increase are state-wide cost-of-living increases and they
came to a halt with the 1973 cost-of-living legislation. Step raises
were eliminated when an all merit plan went into effect but merit has
now died and future faculty increases will result from bargaining
between the faculty union and the State Legislature. The double
merit in 1974 was the result of an effort by the administration of
the college to upgrade female faculty salaries and to reduce the
discrepancy between male and female salaries, an effort which is
still going on.

The number of years of professional experience prior to employ-
ment at Worcester State College serves another purpose besides helping
the college to decide at what entry level and salary level employment
will be cffered and that is in regard to promotion and, when we had
same, in regard to merit raises. Primarily the years of professional
experience prior to Worcester State College employment is used as
an argument in regard to promotion.

The number of years since receiving the doctorate must be analyzed

39



case by case since the average figures for each rank are relatively
meaningless since about sixty percent of our faculty do not hold the
doctorate and the averages given refer only to those who hold the de~
gree. This column is interesting to compare with the number of years
at Worcester State College column since there is a fairly close re-
lationship. Five years ago Worcester State had seventy-five percent
non-doctorates and the increase reflects planned recruiting with the
goal of fifty percent doctorates within ten years. This goal may now
not be reached unless present faculty complete degree programs be-
cause of the present freeze on hiring caused by the fiscal crisis in
the state.

The number of years employed at Worcester State College and the
age columns both relate to possible changes in state retirement
policies. Retirement now may occur at age 55 or older up to age 70
when retirement is mandatory or for employees with twenty or more
years of creditable service. The number of yvears employment at
Worcester State College column reflects only employment at Worcester
State College and does not reflect total creditable years of employ-
ment eligible for state retirement such as employment at other
Massachusett's State Colleges, Community Colleges, University time
or public school employment at the elementary or secondary level.
Since the present mandatory retirement age in Massachusetts is seventy,
the age column is useful for planning purposes to estimate how many
employees in various age classifications there are and thus what
would be the ramifications of various legislatively proposed changes

in the state retirement policies. At the present time the State
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Legislature is considering a bill to lower the mandatory retirement
age to sixty-five which would also reduce the optional early retire-
ment to age fifty.

Finally, there is a column listing the number of years of employ-
ment at Worcester State College at the rank presently held. This is
useful when preparing promotion material. For example, we have a
local policy that no one can be promoted who has not served at least
three years at Worcester State College in his present ramk. There
are, of course, exceptions, but in general this policy is followed
and when the various departmental committees recommend everyone in
their department for promotions, which some departments do every year,
this is one step towards thinning down such requests to the more
valid candidates. A correlative policy is that no one will be pro-
moted without serving at least three years at Worcester State College
which can be easily checked by looking at the column headed number
of years at Worcester State College.

Comparisons
The following is a summary of the various average figures for

each rank:
# of Years Professional # of Yrs

Rank Salary Exp. Prior to WSC Emplovy.Since hoct.
Instructor $12,797 4 0
Assistant Professor 15,325 6 1
Associate Professor 18,552 7 2 1/2
Professor 22,694 11 12 1/2
Average $17,335 7 8
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# of Years at

# of Years Present Rank Number of
Rank at WSC Age at W.S.C. Faculty
Instructor 3 1/2 33 1/2 3 1/2 12
Assistant Professor 5 40 3 93
Associate Professor 8 1/2 45 5 53
Professor 11 51 6 33
Average 7 43 4 191

As might be anticipated, there is a constant increase with increase in

rank with the one exception being years in the same rank with instruc~

tors a half-year greater than assistant professors.

Thig is explained

by the fact that we have a five year up—or—out policy in regard to

instructors but three of our instructors were hired before this policy

went into effect and they are content to not meet the requirements

for promotion and, as tenured faculty members, to remain as instructors.

The following is the summary data from the faculty profile of

January 1, 1974:

# of Years

Professional # of Years
Experience Since
Prior to WSC Receiving # of Years
Rank Salary Employment Doctorate at WsC
Instructor $12,198 2 1/2 2 1/2 4
Assistant Professor 14,520 6 3 4 1/2
Associate Professor 17,695 8 51/2 7
Professor 21,894 11 13 12
Average $16,225 7 7 6
# of Years
at Present Rank  Number of
Rank Age at W.5.C. Faculty
Instructor 34 4 19
Assistant Professor 39 3 89
Associate Professor 45 4 55
Professor 52 6 1/2 26
Average 42 4 189
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Again, except for the number of years in the same rank, you can see
the expected increase with increased rank. Comparing the two years
shows the plateauing effect occurring throughout higher education
with the age average moving up one year and the years at Worcester
State College moving up one year. The years since receiving the doc-
torate have also moved up one vear while the other columns have stayed
the same. Thus the changes reflect the stability of the faculty
which will probably continue for the foreseeable future. The aver-
age salary has risen 6.8 percent but 6.2 percent of this was the
result of a state-wide cost-of-living increase granted to all state
employees thus indicating the low level of salary increase on the
college campus itself. This was the result of the Board of Trustees
not allowing any merit raises this past year with the only salary in—
creases coming from promotions.

In September 1971 the first faculty profile at Worcester State
College was developed by the Office of Instituticnal Studies. This
profile was only of full professors and did not cover quite all the
areas that the two more recent faculty profiles did. The averages
for full professors for the three years surveyed are as follows:

# of Years

Professional # of Years

Experience Since

Prior to WSC Receiving # of Years Number of
Year Salary Employment Doctorate at WSC Age  TFaculty
1971 $19,481 14 13 12 54 23
1974 21,894 11 13 12 52 26
1975 22,694 11 12 1/2 11 51 33

This very limited longitudinal data just gives a hint of some of the

interesting possibilities once five or more vears of these profiles
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have been developed. The increase in the number of full professors
has certainly had an effect upoh the average age but if we are in for
a "steady state' the age will creep back up again dependent only
upon retirement, death or resignation to open up slots for younger
associate professors to fill since we now have the maximum number of
full professors allowable.

All in all, a very interesting and useful product which is still
undergoing development at Worcester State College. Hopefully, small
colleges with limited computer capability will find such faculty pro-
files useful, remembering to adjust the form to fit their individual

situation.
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Office of Institutional Studies January 1, 1975
Status of Imstructors as of 1 January 1975

# of Years
Professional # of Years

Experience Since # of Years
Prior to WSC Receiving  # of Years as Instructor
Professor Salary Enployment Doctorate at VISC Age at W50
F * 1 $11,526.20 9 L T 3
F %2 14,526.20 3 Ps 35 Gte
) 13,813.80 L % 27 %
F %5 13,813.80C 10 L 35 1
*# 6 12,755.60 5 W 31 13
# 7  12,599.60 9 % 36 %
* 8  12,373.40 2 25 31 les
F ®9  11,349.00 3 L2 L3 s
€10 11,349,00 0 1% 31 s
a1 11,011.00 1 1 29 %
A2 11,011.00 0 £ 29 b
Average $12,797.42 L 3% 33% 3%

The average Worcester State College Instructor came to the college 3 years ago,
he had L years professional experience prior to coming to WSC, he is 33% years old,
is male, does not hold the doctorate and earns nearly $13,000 annually.

Status of Assistant Professors as of 1 January 1975

# of Years.-
Professional # of Years
Experience Since # of Years
Prior to WSC Receiving # of Years as Ass't Prof.
Professor Salary Employment Doctorate at VSC Age at W.5.C.
F T $18,197.4L0 I 16% L3 17
¥ 2  18,197.40 20 s 50 s
3 18,197.L0 11 105 L9 Iz
* L 17,750.20 11 S 1O 5%
%5  17,750.20 7 (s L2 T
6 17,750.20 8 % S 35 L
%7 17,573.L0 12 13z 3% L2 3%
*8  17,573.40 16 5% L3 S5
F =9  17,573.40 12 1 L2 1
#¥10  17,500.60 7 6% 42 6%
¥l 17,238.00 % 3% 23 30 2
F 2  17,238,00 10 2 2% L3 25
*13 17,238.00 10 2 L2 2k
1k 17,183.L0 9 (¢ L3 s
%15  17,183.L0 22 2ks 2% 52 2
F o6 17,006,660 25 P 62 3
17  16,803.80 6 S Lo s
%18  16,803.80 &5 1 6
F 19  16,803.80 2 e L1 T
#20  16,803.80 13 6% L3 6
*21  16,590.60 0 35 Lo e
22 16,543.00 10 10 L9 5
¥23  16,513.80 L 1 1 37 1
w2l  16,543.80 13 s 53 Ies
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# of Years
Professional # of Years

Experience Since # of Years
Prior to WSC Receiving  # of Years as Ass't Prof.
Professor Salary Employment Doctorate at WsC Age at W.5.C.
25 $16,5h3.80 1 RREY 53 &
#6  16,320.20 5 3 2k 31 2
27  16,263.00 3 10% 37 L
F 28  16,263.00 17 L L3 s
F 29 16,263,00 17 s Ly 25
30 16,263.00 3 Ps 39 6%
F 31 16,107.00 18 6 51 b
32  16,107.00 3 6 lés 32 Lk
F 33 15,961.40 12 & L2 ks
3L,  15,9h3.20 0 11 18 135
%35  15,943.20 9 5 L2 5
%36  15,602.60 0 6% 135 32 Iz
37 15,602.60 9 S 38 2
38 15,602.60 0 223 13 3L s
F 39 15,602.60 10 15 37 1
40  15,602.60 11 s 13 pE>
Il 15,602.60 7 6% i 1Pz
Fo#2  15,L10.20 3 20 BE> 52 s
F W3 15,295.80 5 Gs 36 3%
#h 15,295.80 1 5 125 3L I¢s
F 45 15,295.80 ks 8% 38 3k
#h6  15,067.00 7 1% 35 L
W7 15,06L.L0 0 3% 38 %
F ®48  15,06L.L0 2 S 1% 3L s
L9 15,06L.i0 3 s 36 Ts
50 15,06L.hO0 6 6 35 lés
¥l 15,06L.L0 3 Ifs 31 135
52 15,06h.L0 n 3 I 35 25
#53 15,064,040 0 Fs s Lo Fs
Bl 15,06L.40 6 ks 3% 37 3
%55 15,06L.40 7 3% 3% 37 3%
F 56 1k4,796.60 8 1% L7 3
57  1h,79%.60 9 63 37 Itz
58  14,796.60 2 52 31 125
FM #59  1L,796.60 I NES 38 1
60  1),6L8.L0 8 6 L0 2k
F 61 1L4,526.20 6 s L5 2%
62 1h,526.20 2 s Iz 32 s
F %63  1L,526.20 3 65 2 30 23
¥ #6L  1h,hho.ko 6 15 39 s
65  1h,hl0.ho 1 135 32 1
F 66  1h,hho.ho 13 T 65 3%
F %67  1L,21L.20 2 L 31 X
F #68 1h,21h,20 9 Eh 38 3
#9  1h,210L.20 1 b k3 %
F #70  1hy1Lh.00 6 s 61 e
F 71  1L,1LL.00 5 6 33 s
72 1h,1L4L.00 6 6 38 1%
73 1h,1hL.00 I S 39 1
F 7h 13,988.00 5 7z sk 2k
75 13,988.00 0 3% Igs 31 3%
77 13,988.00 L & 32 ol
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# of Years
Professional {# of Years

Experience Since # of Years
Prior to WSC Receiving  # of Years as Ass't Prof.
Professor Salary Employment Doctorate at WSO Age at W.5.C.
%78 $13,813.80 5 1% 33 1%
*79 13,650,00 9 3 1 3
F 80  13,629.20 2 S Ll 3
81  13,629.,20 0 s 3% 27 1
F 82  13,629.20 3 &% 35 s
%83 13,449.80 16 1és 1 L6 135
8L 13,kh9.80 0 12 3L 1%
85  13,189.80 1 I 28 1%
F 86 13,189.80 o] 3 28 1
F 87 13,11h.40 L 3 32 o}
%88 13,11L.40 2 P 37 3%
89  12,911.60 0 s 51 I
P90 12,559.60 3 Iéz 40 1=
91 12,599.60 1 0 L35 31 1%
F %92  12,269.L0 b Lz 36 lés
93  11,809.20 0 s 32 ey
Average  $15,324.94 6 1 s Lo 3

The average Worcester State College hssistant Professor came to the college 5 years
ago, he had 6 years professional experience prior to coming to WSC, he is LO years
old, i male, has held the doctorate for a year if he has one and earns over
$15,000 annually.

S%atﬁs of Associate Professors as of 1 Jamuary 1975

# of Years
Professional # of Years
Experience Since # of Years
Prior to WSC Receiving  # of Years as Assoc, Prof.
Professor Salary Employment Doctorate at WSC Age at W.S.C.
1 $22,0874.00 8 23 55 Lips
¥ 2 22,8780 12 1k 56 10
3 22,87L.80 N 23 L8 12
L 22,305.,0 10 17 5L 165
%5 21,262,80 11 21% 12z 52 15
F 6 21,005.,0 29 1% 63 9
7  20,72L.60 13 105 L8 s
8 20,241.00 10 P L3 6%
*#9  20,201.00 15 2 55 &
10  20,241.00 7 16% 53 10s
11 20,241.00 5 17 5h 10%
12 19,981.c0 11 12 56 6=
€13  19,98L.00 24 16% 2 58 ok
1 19,981.00 6 1235 Ll 9
15 19,981,00 8 10% 52 s
¥6  19,747.00 8 3% Lh s
17 19,237.40 L Ps 65 s
F 18  19,237.k0 15 & 57 S5
F 19 19,237.40 9 11 L2 S
#20  19,237.40 13 2% s 38 1%
F 21  18,844.80 8 1% s 38 1%
22 18,712.20 10 11 L5 15
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# of Years
Professional # of Years

Experience Since # of Years
Prior to WSC Receiving # of Years as Assoc. Prof.
Professor Salery Enmployment Doctorate at WSC Age at W.S.C.
23 318,712420 1T o5 L6 Iz
w2l 18,532.80 3 L L3 %
25  18,532,80 0 1% 1% 31 %
26 18,h493.80 3 16 L5 9
F 27  18,197.h0 10 o 2 50 2
28 18,197.10 2 s 3L s
*¥29  18,197.L0 0 3 SES 53 pE
¥30  18,038.80 6 3P 2 L2 2
31 17,547.80 6 s 55 L7 s
M 32 17,750.20 9 3 1 Lk 1
33 17,750.20 L 6 o5 37 3
3h 17,573.40 0 6% 6% 3L ’3
35 17,500.60 L P hh L_.jg
#36  17,500.60 8 6% 2% 38 >3
37 17.238.00 3 & Mz 33 -
M 38 17,238.00 7 &8s L3 €'s
39  17,183,Lk0 5 12k L5 75
WO 17,183.L0 9 3% 55 Lh 3
Foxll  17,006.60 8 s 1% 38 1
F L2  17,006.60 1 P S 13 1%
F L3  17,006.60 8 1723 s L8 2
LWy 17,006,60 0 Iz 5 35 >
W5 17,006,60 N 3 I 31 1
6 15,803,80 1 o 55 s
F L7 16,803.80 9 113 53 s
F L8  16,543.80 10 s 5 L8 3%
49  16,5L3.80 0 LY 105 33 %
50  15,693.60 1 8 36 L33
51 15,295.80 2 2k & 3 3%
F 52 ° 15,06L.L0 1 1 &% 33 s
F 53  14,658.80 T 25 (i L2 s
Average $18,552.32 7 2ks &z L5 5

The average Worcester State College Associate Professor came to the college 8%
years ago, he had 7 years professional experience prior to coming to WSC, he is
L5 years old, is male, has held the doctorate for 232 vears if he has one and
earns over $18,500 annually.

Status of Professors as of 1 January 1975

# of Years
Professional  # of Years
Experience Since # of Years
_ Prior to WSC Receiving # of Years as Professor
Professor Salary Employment Doctorate at WSC Age at W.5.C.
1 $28,111.40 5 155 2ips 56 192
F %2 27,677.00 27 21k 165 65 165
* 3 26,572.00 8 17 15 50 15%
%1 26,572,00 13 26% 17 oL 17
F %5  26,553,80 19 %5 1 51 s
F %6 26,114.00 36 175 les 69 s
F 7 25,516,540 30 : 225 45 61 5
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# of Years
Professionel §#f of Years

Experience Since # of Years
Prior to WSC Receiving i of Years as Professor
Professor Salary Employment Doctorate at USC Age at W.S.C.
g $25,022.50 T 1t 17 51 12
9 25,022,450 24 12% s 61 s
10 2}4,011.00 7 T 16% L7 s
11 24,011.00 3 22k 19% 56 12
12 23,405,200 10 13% 56 3
F 13 23,405.20 9 12% 23 53 9
1 23,405.20 10 155 22k 58 1lPs
15 23,405.20 25 26k 1 51 %
16 22,305,L0 12 12% 6 L3 %
M %7 22,769.80 5 165 I¢s 52 HEZ
18 21,769.80 7 s 185 L8 9
1 21,769.80 8 6 Fs L2 1
20 21,769.80 11 13% 115 L8 S
21 21,499.40 7 1% 113 L8 3
M 22 21,499,140 0 s P L2 S
23 23,h3L.40 3 2ck 16% 68 5
*¥2y  21,262.80 6 8 s 39 s
FM 25  20,724.60 7 5 S 39 1
26 20,211.,00 0 1% T L6 2
27 19,7h47.00 7 3 1l 49 2
F 28  19,L76.60 0 2% 155 b3 25
29 19,L76.60 8 6 64 u7 Fs
30 19,237.40 7 s 2 h2 0
31 18,894.20 29 1% & 59 23
F 32  18,84.80 0 11k s N 5%
F 33 18,038,830 1L 5 25 L0 %
Average $22,693.82 11 12 1 51 6

The average Worcester State College Professor came to the college 11 years ago,
he had 11 years professional experience prior to coming to WSC, he is 51 years
old, is male, has held the doctorate for 12% years if he has one and earns over

$22,500 annually.
¥* = originally appointed to faculty of WSC at listed rank

Status of A1l Faculty as of 1 January 1975

# of Years

Professional # of Years

Experience Since # of Years

Prior to WSC Receiving # of Years at Same Ran
Rank Salary _____ Employment Doctorate = at WSC Age at W.S.C.
Tnstructors $153,569.,00 IB.5 o] L2 LOT 12
Ass' Profsl,h25,219.80 575.5 g6 L89 3,690 13
Assoc.Profs 983,273.20 382 140.5 L6 2,399 2g),
Professors 748,896.20 36h 15 __3589.5 1,675 205.5

$3,310,958.20 1,370 1.5 1,3%.5 3,165 BiL5

Average $ 17,33L.86 7 8 7 13 L

12 instructors, 93 assistant professors, 53 associate professors, 33 professors
191 total faculty.
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DEVELOPING AND USING QUALTTY OF STUDENT LIFE INDICATORS:
THE CYCLES SURVEYS AT HAMPSHIRE COLLEGE, AMHERST COLLEGE,
AND THE UNIVERSITY OF MASSACHUSETTS, APRIL 1975

Daniel Kegan, Hampshire College
with
Larry Benedict, University of Massachusetts
Robert Grose, Amherst College

The institutional researcher in higher education has lacked a
good set of indicators for monitoring the quality of student life.
Some psychological handbooks of research instruments now exist and some
commercial tests have gained currency; yet these can be especially
ill-suited for innovative and experimental colleges, programs, and
goals, for continuous longitudinal studies, or for low-budget re—
search at any kind of institution (Bonjean, Hill, & McLemore, 1967;
Buros, 1965; Miller, 1964; Robinson & Shaver, 1969; Shaw & Wright,
1967).

In confronting the problems of developing a low cost, quality
institutional reseaxrch program capable of longitudinal research,
continuous broad bandwidth monitoring, and data comparisons with
other institutions, we have developed an initial éet of quality of
student life indicators—--the Cycles Survey.

The Cycles surveys héve been developing over three years, have
been used at Hampshire College for ten surveys over a three-semester
period, and havé been used in multi-college collaborative studies.
They have been used to investigate short-term changes in key moni-
toring variables over the course of a term; they have been used to
measure annual changes at the College; they have been used to investi-

gate the quality of life for specific subgroupings; and they have been
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used to piggyback other timely research questions. (For a fuller descrip-
tion of the Cycles Survey see Hampshire's IRE Report #R5, The Cycles Surveys:
Kegan, 1976).

In addition to these substantive used, a test-retest reliability ana-
lysis for the Cycles Survey was completed. Considering that the Cycles in-—
strument is purposely multi-dimensional and that single questions serve to
monitor each variable area, the test-retest reliabilities were found to be
excellent: modal correlations in the 0.60's with the range from 0.50 to 1.00.

METHOD

After continuing discussions by Hampshire's'IRE with Larry Benedict,
Director of Student Affairs Research and Evaluation Office at the Univer-—
sity of Massachusetts at Amherst (UMass) and with Bob Grose, Director of
Institutional Research at Amherst College, both decided that the Hamp-
shire Cycles survey could provide interesting data not otherwise avail-
able at their imstitutions. The Cycles questions were slightly modified
to better fit the situations at the other colleges (see Appendix).

The Hampshire Cycles E survey was distributed to 200 randomly
selected students on 14 April 1975; the UMass Cycles survey was mailed
to 1075 randomly selected students om 16 April; the Amherst Cycles sur-
vey was distributed to 200 randomly selected, stratified by class, stu-

dents on 12 May.* In additiom, a modification of the Cycles survey was

*Due to the press of other projects, Amherst was unable to distribute
its surveys at the same time as the other coclleges. This delay was
likely to influence responses to the weather and to days sick. The
Amherst survey contained an additional page of instructions, likely
to increase its completion time. TFinally, Amherst is currently a men's
school. For these reasons, the weather, days sick, survey time, and
sex variables were omitted from the discrimination analysis. The
UMass responses for the age and survey completion time questions were
coded as single digit indices reflecting the wider double-digit range
of responses. These were recoded for analysis into double-digit
numbers, but since some information was lost in the original coding
process, additional error variance was by necessity introduced.
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used in a UMass PULSE phone survey (see UMass SAREO Report #86,
16 April 1975 and Report #89, April 1975). All three mail Surveys
had followups. Response rates were 55% (109) for Hampshire, 61% (122)
for Amherst, and 37% (366) for UMass. The UMass responses were divided
into those from the College of Arts and Sciences (CAS, 147 people)
and those not from CAS (XCAS, 219 people). Unless otherwise indicated,
subsequent reference to the UMass data refers to the CAS subsample.
THREE COLLEGE RESULTS AND DISCUSSION

Differences between the colleges were investigated using two-
tailed t-tests. Table 1 indicates the Cycles variables common to
all three surveys and those which had significant (p<0.05) differ-
ences between two schools. Hampshire differed significantly from
the other two schools by reporting more isolation, more good changes
in personal relationships, more noncourse academic effort, more newer
students, and a higher ratio of noncourse to total academic effort.
Amherst differed significantly from the other two schools by reporting
greater satisfaction with the weather, more trust, more commitment
to a working group, fewer days sick, more time to complete the survey,
and more total academic effort, UMass—CAS differed significantly
from the other two schools by reporting less satisfaction with one's
adviser, less satisfaction with one's academic progress, less satis-
faction with one's college experience, more external locus of controel,
more invelvement in physical activities, less intellectual learning,
and being older. The three colleges significantly were rank ordered
in terms of satisfaction with security (with Amherst most and UMass
least satisfied) and in terms of course academic effort (with Amherst

highest and Hampshire lowest).
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Previous studies at Hampshire over the past two years have indi-
cated that students' satisfaction with their academic progress and
not feeling isolated were significantly related to students' satis-
faction with their college experience. In view of this centrality
of feelings of isolation, these three-college data further highliight
students' isolation as a problem area. As should be expected from
Hampshire's examination system, Hampshire students do spend consider—
ably more academic effort on noncourse work than do students at either
other college.

Amherst students report having greater commitments to a working
group. Some educational research implies that such a commitment is
conducive to greater learning (Birney, Grose, & Coplin, 1960). Am-—
herst's greater satisfaction with security raises a few questions:
how do objective measures of security problems compare across the
three colleges and if objective measures support Amherst's better
security, what factors contribute to their better security program?
Finally, is the higher trust of Amherst students due to better security
and/or to other factors?

Students in the College of Arts and Sciences at UMass report
lower satisfaction with their advising, academic progress, and college
experience. Comparative data from another large, state university
may help place these data into a fuller perspective.

Using a discriminant analysis, 12 variables were found to be
major predictors of which college a student attended: satisfaction
with one's adviser, ratio of moncourse to total academic effort, ex-—
ternal locus of contrel, course academic effort, ability to create

fun, non-course academic effort, involvement in physical activities,
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satisfaction with house experience, liking mod/suite mates, feeling
isolated, and satisfaction with college experience.* Table 2 presents
for the nondemographic variables the standardized discriminant
function coefficients, which represent the relative contributions of
the variables to the discriminant function. Since three college
groups are involved, two discriminant functions'are derived: the
first accounts for 71% of the tface, the second 29%.

Using only the 28 nondemographic Cycles questions, 68% of the
usable cases were correctly classified by the discriminant function
(see Table 3), Using only 4 demographic questions (age, entering
class, Third World, and tramsfer student), 48% of the usable cases
were correctly classified. Using both sets of questions yielded a
correct classification rate of 74%.%* Since a 33% correct classifi-
cation rate could be expected by chance, the demographic questions
do provide some information for classification. However, it is the
Cycles quality of life questions which substantially improve the
classification; the demographic questions add only 6% additional
predictive power.

Thus, although there are some differences in entering student
characteristics, this three college Cycles survey would imply that
there are also differént program priorities and differing qualities

of student life at the three institutions.

*Major predictors were defined as those for which the change in Rao's
V was significant at p<0.05. The discriminant analysis used Rao's
method and SPSS version 6.0.

**Some important demographic variables (such as House or School) do
not readily scale. Grade point average information was explicitly
not requested at Amherst or UMass; at both colleges the researchers
felt that "grade inflation" made GPA's no longer a useful index.
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DIFFERENCES BETWEEN. PHONE AND MAIL SURVEY AT UMASS

There were 13 items in the UMass Cycles survey on which the mail
respondents differed significantly from the phone respondents. Of
these 13 items, 8 were significant at the 0.0l level and 5 at the 0.05
level. The significantly different items are first presented, followed
by a discussion of possible explanations for such differences.
Items significant at the 0.0l level:

Satisfaction with academic progress: the phome respondents

were more satisfied with academic progress than were the mail

respondents.

Non~-course academic effort in hours/week: the phone respondents

reported more hours/week in non-course academic effort {(Phone

mean = 9.1; Mail mean = 5.5).

Hours/week in lounge/living areas: the mail respondents reported
more hours/week in these areas (mail mean = 10.6; Phone mean = 9.3).

Hours/week playing-relaxing: again the mail respondents re-
ported more hours/week in these areas (mail mean = 25.7; Phone
mean = 22.6).

Semesters at previous colleges: the mail respondents averaged
more semesters at previous colleges than did the phone respondents.

Age: mail respondents tended to be older by almost one year (mean).

Third World Membership: the mail respondents had more Third
World members than the phone survey.

Minutes to complete the survey: the phone respondents had much
less time to complete the survey (Phone mean = 11.7 minutes;
Mail mean = 14.5 minutes).

Items significant at the 0.05 level:

Satisfaction with UMass experience: the phone respondents were
more satisfied (mean = 2.9 compared to a Mail mean = 2.7).

Satisfaction with housing experience: the phone respondents
were more satisfied (mean = 3.01 compared to a Mail mean = 2.94).

Feeling of loneliness: the mail respondents reported being
more lonely on the average (Mail mean = 2.49; Phone mean = 2.01).
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Intellectual learning: the mail respondents had a higher mean
in terms of extent of involvement in intellectual learning (Mail
mean = 3.28; Phone mean = 3.22).

Physical learning: the phone respondents had a higher mean
(mean = 2.68) compared to the mail respondents (mean = 2.58).

In examining the differences between the two groups, it is first
necessary to look at the methodology involved in the administration
of the Cycles instrument. TFor example, estimating the amount of time
involved in different activities like non-course work, hours/week in
the lounge/living areas and hours/week playing-relaxing. The phone
respondents did not have the time to actually figure out the amount
of time devoted to each of these areas; they were asked by the inter-
viewers for a quick, rough estimate. Thus differences should be ex-
pected between the two groups.

The same would be true of the amount of time necessary to com-—
plete the survey: the phone respondents were more rushed, with com—
pletion time being a function of the interviewer rather than the re-
spondent. So again, differences between the two groups would be
expected.

Some of the differences are due to differences in the demographic
characteristics of the two samples. Even though both are random
samples, the mail respondents fall much more into a "volunteer™
sample since only "volunteers" in a sense return the surveys. The
phone respondents, on the other hand, are much more random in terms
of the total phone sample in that they can only not complete the survey
if they refuse to cooperate. Very few (less than 5% on the average)
ever refuse to cooperate. In that sense, then, the phone sample is

more random.
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These demographic differences can be summarized:

Mail Sample Phone Sample Actual
(returns) {(respondents) Population

0ff campus 40% 22% 40%
Transfers 29% 16% ——
Freshpersons 24% 317 23%
Seniors 26% 16% 292
Third World 3% 5% -
Male 49% 50% 57%

This information provides more insight into possible reasons for
differences in the responses of both groups. For example, older stu-
dents (seniors, vets, etc.) and transfers tend to live off-campus
more than freshmen (especially since the University requires freshmen,
sophomores and juniors to live on-campus). Thus the age difference
can be explained this way. Since transfers tend to live off-campus,
the same is true for the difference in previous semesters spent at
ﬁther institutions.

The phone respondents were more satisfied with academic progress,
the total UMass experience and their housing experience. Several
hypotheses might be offered to explain these. First, perhaps as
students get older, they get more disillusioned, become more resigned
and less satisfied. If this were true, and since older students tend
to life off-campus, we would expect less satisfaction from the mail
group.

A second hypothesis is that disgruntled students might tend to
move off-campus more than stay on campus and further, that they remain
disgruntled. If this were true, we would also expect lower satisfaction
from the off-campus group.

A third alternative is that, possibly, the phone respondents
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.identified the interviewer as a representative of the University or
saw the University and interviewer as the "same'. 1If this were true,
the phone respondents might not want to "hurt the feelings" of the
interviewer by saying that their, i.e. the interviewers', University
was not a satisfying place to be. Thus the answers might be more
positively skewed than the off-campus group and therefore, we would
expect the observed differences between the two groups. (This may
be plausible but the question needs to be raised that, if this hypo-
thesis were true, why did it not come through on other questions,
like satisfaction with academic experience and course experience?)

In terms of the difference of involvement in intellectual learning,
it seems that the kind of person who would take the time to complete
and return a mail survey, a rather academic task, would also be the
kind of person to be involved in other academic sorts of tasks, i.e.
intellectual learning. On the other hand, if the phone sample is a
little more random, then we would expect to find involvement in physi-
cal learning to be a little more represented in the responses, as
indeed it was.

Finally, there is the difference on the loneliness item: mail
respondents were somewhat more lonely. Oné possible explanation which
could be researched is that again, the mail survey contained more
older and off-campus respondents as well as more transfer students.
Transfer students are newer to campus and would not have had as long
to establish strong roots and a strong identity with the University.
Living off-campus itself, being removed from the University physically,

might also prevent strong roots and a sense of identification with the
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University from being maintained. These in turn could be causes of
loneliness.

In summary, this section has tried to offer some plausible hypo-
theses to explain most of the differences between the mail and phone
Cycles surveys at UMass. Two major reasoms which can probably account
for most of the differences are 1) the difference in methodology used
between the two and 2) the differences in demographic characteristics
between the two. Both of these need to be tested in the future.

CONCLUSION

Decision-makers at eéch of the three institutions may use the
data from this combined survey to create a context in which norm-
referenced evaluations of college programs may be converted to criterion-—
referenced evaluations. Further, Amherst College and the University
of Massachusetts now have a slice of representative data on a broad
bandwidth of quality of life indicators. They can be used to assess
changes over time, as weli as permitting "a priori post hoc" evalu-
ations of various programs. Finally, they will provide a baseline
against which the effects of becoming coeducational or of recent

State mandated budget cuts may be measured.
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TABLE 1; SIGNIFICANT DIFFERENCES BETWEEN SCHOOLS.

HAMPSHIRE AMHERST UMASS~CAS HC-AC HC-UMASS AC-TMASS
n X $D n x S a g 0 L. t p LI -
1 times met with advisor 109 1.1 1.22 122 1.3 1.07 -1.,55 .12
2 hours met with advisor 109 1.0 1.20 122 1.1 1.02 ~44 .66
3 rated contacts w/ advisor 106 3.2 1.22 122 3.1 1.27 . .79 .43 )
4 satisfled w/ advisor 105 3.2 0.7 121 3.1 0.76 itz 2.3 0.97 .53 .60 7.48 |00 7.22 .00
5 sarisfied w/ academic progress 109 2.9 0.79 120 2.9 0.70 146 2.6 0.89 -.26 79 3.26 .00 3,80 .00
6 sarisfied w/ Hamp. experience 108 3.0 0.72 119 2.9 0.81 146 2.6 0.84 .54 59 3.52 .00 2.86 .01
7 satisfied w/ house experience 99 2.9 0.89 122 3.6 0.82 140 2.7 L.01 -.73 46 1.64 10 2.55 .01
8 sarisfied w/ house staff help. 90 2.8 1.06 122 3.3 0.77 -3.94 .00
9 external locus of contrel 104 2.1 1.14 116 2.3 L.15 145 2.8 1.2]1 -1.39 17 -4.64 .00 -3.28 .00
i0 satisfied with weather 105 3.5 1.03 119 4.2 0.90 144 3.5 l.12 -5.02 0N 06 .95 5,30 .00
11 like self : 105 3.9 0.78 119 4.1 0.73 143 3.8 0.86 -1.61 bl 1,27 .21 3.03 .00
12 able participate, create fun 107 3,2 1.07 122 3.4 1,13 145 2.9 1.13 ~1.48 .14 1.83 .07 3,38 .00
13 been encrgetic, enthusiastic 1067 3.4 0.93 122 3.5 0.99 146 3.2 1.0 -1,17 .24 1.64 ,10 2.86 .01
14 been trusting ’ <106 3.2 0.95 119 3.5 0.83 144 3.3 1.09 -3.16 .00 -, 80 .42 2,31 .02
15 felt lonely 106 2.5 1.18 122 2.4 1.01 145 2.6 1.24 .20 .84 ~-.88 .38  -1,19 .23
16 felt isolated 106 2.8 1.23 121 2.5 1.22 146 2.4 1,26 1.99 .65 2.54 .01 .51 .61
.17 satisfied w/ security 87 3.1 1,11 102 3.4 1.16 . 140 2.7 1.13 -2,06 .04 2.57 .01 4.91 .00
18 liked mod/suite mates 99 3.7 1.0 117 3.7 0.91 142 3.8 1,13 11 .92 -,61 .54 -,82 42
19 commitment to working group 78 2.8 1.56 g0 3,3 1,52 123 2.5 1.66 ~2.05 .04 1.28 .20 1.58 .00
20 intellect!'l activity involv. 106 3.8 0,84 121 3.9 0.95 145 3.7 1.09 -.78 .43 1.42 .15 2,12 .04
21 social activity involvement 106 3.2 1.02 120 3.3  0.95 144 3.0 1.09 -.50 .62 .91 .36 1.50 .13
22 physical activity involvement 105 2.6 1.11 121 - 2.7 1.13 144 3.0 1.14 -, 79 .43 3,85 00 -2.20 .03
23 intellectfial learning 102 3.6 0.98 118~ 3.7 1.02 139 3.3 1.11 - 40 .69 2.08 .04 2,52 .0t
24 social learning 95 3.2 1.24 115 3.0 1,29 135 2.9 1.19 71 .48 1.80 .06 - 1.17 .24
25 physical learning 95 2.3 1.14 112 2.2 1.21 136 2.5 1.21 .87 .38 -~1.22 .22 ~2.15 .03
26 satisfied w/ avg Hamp course 102 3.1 0.86 119 3.2 0.77 143 3.0 0.96 -.62 ,53 1.10 .27 1.85 .07
27 changes, pers. relationships - 100 3.6 1.06 - 121 3.2 0.85 142 3.1 0.67 2.89 .00 3.44 .00 36 .72
28 days sick 108 0.9 1.72 122 0.4 0.78 i45 1.0 1.95 2.88 .01 ~,68 .50 -3.83 .00
29 hours slept per night 109 7.1 1.65 122 + 7.0 1.36 144 7.3  0.83 W30 .76 -.85 L.L0 ~1.47 .14
30 non~course acad. effort hrsfwk 95 17.2 22.73 118 6.9  8.61 142 5.4 8.12 4.1 .00 4.86  ,00 1.46 .15
" 31 course academic- effort hrs/wk 93 28.0 18.14 119 43,21 20,03 142 33,5 20.25 -5.74 .00 -2.13 ,03 3.85 .00
12 hrs/wk In lounge/living room 90 8.6 12.59 140 11,1 16.94